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ABSTRACT 
 
AMBER L. WELLS:  Can‟t Get No Satisfaction:  Exploring the Relationship between Job 
Satisfaction and Life Satisfaction 
(Under the direction of Arne L. Kalleberg) 
 
 
Despite the interest paid to the relationship between job satisfaction and life 
satisfaction (JSLS) there is no firm consensus on the nature of the relationship.  In this paper 
I analyze a sample of 652 men and 552 women who took the MIDUS survey at two time 
points (1995-6 and 2004-5) using structural equation modeling.  The results indicate a 
significant relationship in both the reciprocal and cross-lagged models but they do not 
overwhelmingly confirm the existence of one singular explanation for the JSLS relationship, 
which indicates some variability in the relationship.  I find positive and significant 
relationships in the reciprocal models, a negative relationship for the men in the cross-lagged 
models, and a non-significant relationship for the women in the cross-lagged model.  These 
findings suggest that there are multiple explanations for the JSLS relationship and gender 
may give us some insight into the underlying mechanisms that determine the JSLS 
relationship. 
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INTRODUCTION 
Work is an integral part of one‟s life.  Most people spend a considerable portion of 
their lives at work either outside or inside of the home (domestic labor).  Since a large 
segment of time is spent working, it is reasonable to imagine that job satisfaction is largely 
related to and has an impact on one‟s overall life satisfaction, or vice versa.  As I will show 
in my literature review, it can be argued that work is not merely a small part of our overall 
lives, but rather an integral component of our being.  Despite the focus of work centrality in 
mostly older research, I would argue that increased levels of participation in the work force, 
primarily by women, and the fact that people are working longer makes this topic even more 
relevant today as the group of people who occupy both work and overall life domains have 
increased.  Furthermore, the relationship between job satisfaction and life satisfaction (JSLS) 
seems to be more than a theoretical concern, as labor is an important resource, and especially, 
because, given the increased number of workers, the JSLS relationship can be more broadly 
applied to the U.S. population than in the past. 
Early research stressed the importance of studying the JSLS relationship because, 
researchers argued, work has played a central role in the lives of most working people 
(Dubin, 1956).  Although the concept of work centrality is not the same as the JSLS 
relationship, it does illustrate the connection between one‟s work life to their overall life.  
The JSLS relationship is merely one form or extension of this concept.  If we know that work 
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is central to most people‟s lives then we can assume that satisfaction with work and 
satisfaction with overall life will be connected.   
Rice, Near & Hunt (1980) argue that early theorists, political figures, and survey data 
provide evidence of the extent to which work is central to our lives.  They cite examples, 
such as President Nixon, as seen in a documentary by Studs Terkel (Working, 1974), 
declaring that we become better people “‟by virtue of the act of working‟” (39) and 
contributions by Neff (1968) who highlights the influence of Calvanists and the Protestant 
work ethic that has been prominent in western society (also noted by Weber (1930[1905]). 
They cite data from a National Opinion Research Center survey in which it was found that 
most people would continue to work even “‟if they had enough money‟” and that most also 
would “„miss the work itself” if they stopped working” (40).  They also use Katzell & 
Yankelovich (1975) and Blauner (1964) to echo similar sentiments that work is an important 
part of people‟s lives.   On the other hand, work does not always make our lives better.  They 
reference Marx‟s ideas that selling one‟s labor leads to alienation from one‟s work and one‟s 
self (Bottomore, 1963).   In this case, one‟s work leads to a more negative experience, but 
this is still an indication of the connection between one‟s work and overall life. 
In a more applied sense, employers also realize that job satisfaction is sometimes 
linked to job performance and absenteeism (LePine, et al., 2002).  It appears evident that it is 
to employees‟ benefit to have higher levels of job satisfaction, but I would argue that it is 
also in employer‟s best interests to have workers who are satisfied at work and home.  As I 
will present in my literature review, most researchers argue that the JSLS relationship is 
reciprocal with job and life satisfaction affecting each other.  This means that employers may 
benefit from having employees with high overall life satisfaction because this affects their 
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job satisfaction and subsequently their level of absenteeism.  If we can understand if and how 
the JSLS relationship differs by gender or is moderated by core self-evaluations, perhaps 
employers can tailor strategies specific to their work situation rather than adopt a one size fits 
all strategy that may be less effective.  Firebaugh and Harley (1995) sum it up when they say:   
“Level of job satisfaction is important to a country.  If job satisfaction is a 
major component of personal identity (“we are what we do”) and general life 
satisfaction, then the level of job satisfaction of a country‟s workforce bears 
on mass well-being in that country.  Moreover, discontented workers 
presumably are less productive workers.  In an era of global competition, 
countries can ill afford unproductive workers (88)”. 
This indicates that having a good understanding of the JSLS relationship and conducting 
quality research is not only important for increasing the body of knowledge on the topic for 
intellectual purposes, but also that it has practical implications in the workplace as well as for 
people‟s well-being.   
The relationship between job satisfaction and life satisfaction (the JSLS relationship) 
has been hotly debated in the work and occupations literature, including the fields of 
sociology, psychology, human resources, and management.  However, there is still no firm 
consensus about the direction of the relationship, how it varies by gender, or if it is 
moderated by intervening variables.  Most previous research has found that the relationship 
between job satisfaction and life satisfaction (JSLS relationship) is statistically significant 
and that life satisfaction has a larger effect on job satisfaction than vice versa.   A few studies 
havefound  no significant relationship.  However, as all research does, these studies have 
limitations primarily because they either use non-representative samples or do not include 
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non-recursive (reciprocal) models in their analyses.  While the data I use are not nationally 
representative, my research improves on previous research because the data are more current 
than one subset of it and improves on the other subset because I use a more statistically 
rigorous method that considers both non-recursive (reciprocal) models relationships 
simultaneously. 
The most distinct contribution I make in this paper is to consider the role of gender in 
this literature.  Previous research has shown that there are gender differences in the predictors 
of both job and life satisfaction. Perhaps this is because work outside the home has 
traditionally been more central to men‟s lives than women‟s.  It may also be because there 
are fewer women than men who hold positions of leadership and authority in most U.S. 
organizations.  Such differences could certainly lead to different work experiences.  Given 
these gender differences, I would expect to also see a gender difference in terms of how the 
JSLS relationship works.  In addition to gender, I will consider the effect that personality 
traits (referred to as core self-evaluations) have on the JSLS relationship, given the large 
amount of attention paid to this in the JSLS literature. 
In this paper, I explore the JSLS relationship and try to address some of the 
limitations of previous research.  Specifically, I want to answer the following questions:  1) 
What is the relationship between job satisfaction and life satisfaction?  2) Does this 
relationship vary by gender?   In the following literature review, I will discuss the research 
addressing the specific relationship between job satisfaction and life satisfaction and extend 
this review to the two constructs (job satisfaction and life satisfaction) independent of each 
other.  I will then formulate hypotheses based on a synthesis of these three literatures, paying 
close attention to the role of gender and core self-evaluations. 
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PREVIOUS RESEARCH ON THE JSLS RELATIONSHIP 
Although the importance of work to one‟s life is largely agreed upon, there is much 
less consensus about the way in which the JSLS relationship works. Wilensky (1960) was 
one of the first researchers to hypothesize about the nature of this relationship.  He argued 
that there was spillover between the work and non-work realms of life.  Although he 
originally intended for this relationship to refer to „activities spillover‟, some (Chacko, 1983; 
Judge & Watanabe, 1994; Sumer & Knight, 2001) have extended it to apply to attitudes as 
well, which is the perspective I take in this analysis.  Therefore, some look at the JSLS 
relationship as merely one case of the work-non work relationship or, as Rice et al. (1980) 
call it, a “more general relationship between quality of working life and overall quality of 
life” (41). 
Wilensky proposed 3 hypotheses to explain the JSLS relationship:  spillover, 
compensation, and segmentation.  The „spillover‟ hypothesis argues that satisfaction or 
dissatisfaction in one domain spills over into the other, in which case we expect to find a 
positive relationship between the two. If job satisfaction (or any other domain-specific 
satisfaction) spills over into life satisfaction, it is referred to as the „bottom up‟ perspective.  
Alternatively, if life satisfaction spills over into job satisfaction, it is referred to as the 
„dispositional‟ perspective, in which case life satisfaction represents a general disposition that 
a person has, to interpret conditions in non-work domains in a mostly predetermined way 
(Diener, 1984; Staw & Ross, 1985; Staw, Bell, & Clausen, 1986).     
The „compensation‟ hypothesis states that we make up for dissatisfaction in one realm 
by seeking out greater satisfaction in another, possibly by putting in extra effort into other 
areas of life and neglecting the dissatisfied part, in which case we would expect to see a 
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negative relationship.  The „segmentation‟ hypothesis suggests that the two realms are 
separate from each other and are unrelated, so we would expect to find no significant 
relationship between the two.  Most evidence lends support to the spillover and segmentation 
hypotheses rather than compensation, as I note below.  As shown below, I find no research 
that lends support to the compensation hypothesis.  Rather, all JSLS research has found 
support for either the spillover or segmentation hypotheses. 
Spillover 
Several studies and meta-analyses find a positive significant JSLS relationship in both 
bivariate and multivariate analyses (Tait, Padgett, & Baldwin, 1989; Rice, Near, & Hunt, 
1980; Bowling, Eschelman, & Wang, 2010).  There are two common explanations for the 
spillover effect.  First, life satisfaction could have a larger positive effect on job satisfaction 
than job satisfaction has on life satisfaction, which would represent a „dispositional‟ effect.  
Some argue that life satisfaction represents a general tendency to perceive events in a 
particular way, which transfers to other domains of life, such as work, health, or family 
(Diener, 1984; Staw & Ross, 1985; Staw, 1986).  Others argue for the bottom-up perspective 
in which case satisfaction in work and other non-work domains of life lead to life satisfaction 
because they are each individual components of it that, when added together, make up one 
concept.(Andrews&Withey, 1976; Campbell et al., 1976; Rice et al., 1985; Hart, 1999). 
Most evidence supports the dispositional perspective.  For example, Rice, Near, & 
Hunt (1979) find that job satisfaction has little effect on life satisfaction and that measures of 
life satisfaction explained more of the variance in job satisfaction than job characteristics.  
Both job satisfaction and job characteristics explained a smaller amount of the variance in 
life satisfaction than vice versa.  This suggests that job satisfaction is the least significant 
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predictor in their sample and that there is more spillover from overall life satisfaction into job 
satisfaction than vice versa.  In a cross lagged and longitudinal analysis Judge & Watanabe 
(1993) found a positive significant JSLS relationship in both analyses but a larger effect for 
life satisfaction on job satisfaction than vice versa.   
Similarly, Rode & Near (2005) find that non-work attitudes explain 16% of the 
overall variance in life satisfaction while work attitudes only explain 2% and that there is a 
substantial amount of shared variance between the two. They argue that this is the result of 
shared predictor variables concentrated in working and living conditions.  When these are 
taken into account, the relationship diminishes considerably.  Thus, they stress that the 
relationship is significant but very weak.  Although these studies found a statistically 
significant reciprocal relationship, life satisfaction had a larger effect on job satisfaction, 
lending support to the dispositional perspective.   
Core Self-Evaluations & Personality:  Mediators of the JSLS Relationship 
Prevalent in the JSLS literature is the idea that core self-evaluations  (CSEs) are 
predictors of both job satisfaction and life satisfaction.  Judge et al. (1997:  151) introduced 
the “core evaluations approach in order to “integrate the dispositional perspective with more 
traditional models of job satisfaction.”  The logic is that people experience satisfaction or 
dissatisfaction with their life or job as the result of core self-evaluations they make about 
themselves.  For Judge et al. (1998), this concept consists of three dimensions:  self-esteem, 
generalized self-efficacy, and neuroticism.  These authors later added locus of control as a 
fourth dimension.  These dimensions are sometimes referred to as personality traits or 
dispositional effects. 
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In terms of Wilensky‟s hypotheses, this would mean that life satisfaction is not 
necessarily spilling over into job satisfaction or vice versa or that workers compensate for 
dissatisfaction in one domain by putting more effort in the other, or even that they segment 
the two domains completely (in which case there would be no significant JSLS relationship 
at all).  Instead, core self-evaluations predict both job satisfaction and life satisfaction. There 
is still a lot of support for positive spillover in which life satisfaction has a larger effect on 
job satisfaction than vice versa, but some studies find that CSEs or individual components of 
it predict job satisfaction (Heller et al., 2002; Judge, Bono, & Locke, 2000),life satisfaction 
(Rode & Near, 2005), or both job and life satisfaction(Judge et al., 1998).  None of these 
researchers explicitly tests whether or not CSEs mediate the JSLS relationship or, 
specifically, whether or not it weakens the relationship, but I would argue that if CSEs 
predict both job satisfaction and life satisfaction, this will result in smaller effects of job and 
life satisfaction on each other.   
Segmentation 
More recently, some argue that much of the JSLS research has overstated the 
relationship due to a lack of proper control variables and that there is no significant JSLS 
relationship after controlling for mediating variables, such as non-work domains of 
satisfaction and living and working conditions.  For example, although Rode & Near (2005) 
found a statistically significant relationship when including these variables, the size of the 
effects was very small.  However, Rode (2004) found even stronger support for the 
segmentation hypothesis in his analysis.  After controlling for non-work domains of 
satisfaction and „core self-evaluations‟, the relationship became non-significant.  Although 
both of these studies include a large battery of variables in their analysis and use important 
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analytic techniques (namely considering both longitudinal and cross-sectional designs), one 
important consideration might make their results more convincing:  Investigating the role of 
individual differences in explaining the JSLS relationship.  For example, does this 
relationship differ by gender? 
Individual Differences and Support for Multiple Hypotheses 
Despite many approaches used to analyze the job and life satisfaction relationship, 
my literature review did not find articles that take into account the differences that may occur 
among particular subgroups.  In this paper, I primarily focus on the ways in which the JSLS 
relationship differs by genderas women have traditionally had different jobs and experiences 
at work than men.  As Rain et al. (1991) argue, we do not understand why or how the JSLS 
relationship works the way it does.  Perhaps, in looking at gender and core self-evaluations 
we can begin to understand how the relationship may vary, which would subsequently lead to 
new questions and directions for future research. 
My approach builds on that used by Judge & Watanabe (1994), who have been 
prominent in this literature.  They answer the call by Rain et al. (1991) who criticize JSLS 
research for being too descriptive and asking for more in-depth explanations about the causal 
nature of the JSLS relationship and to specify why and how it functions.  Judge et al. (1994) 
argue that:  
“…for most individuals job and life satisfaction are positively related [and] 
that for a significant minority the relationship is negative and significant, or 
there is little relationship at all….it is improper to argue that any of the models 
of the job-life satisfaction relationship are either correct or incorrect.  While 
the spillover model [work or home life spills into each other‟s domain] seems 
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to appropriately characterize most individuals, the compensation [people 
fulfill unmet needs in one domain in the other] and segmentation models 
[neither domain affects the other] characterize many….[we] encourage 
attempts…to discover the conditions that influence each model‟s applicability 
to each individual” (106).     
Some research has found support for this idea that individual differences can lead to 
differences in the relationship between aspects of job and life.  For example, Sumer & Knight 
(2001) found that individual attachment styles can provide support for all three of the 
common hypotheses about the relationship between job and life satisfaction.  Similarly, 
Kreiner (2006) found that the extent to which workers are able to meet their work-family 
segmentation preferences had an effect on job satisfaction.  They argue that “…[p]erhaps 
individuals who are not satisfied in their jobs desire to segment their work and home life in 
order to not sully the home domain with the spillover aspects of work, and people who are 
satisfied with their jobs do not mind bringing it home” (501).  The emphasis here is on 
individual tendency rather than a universal tendency that all workers have.  Steiner &Truxillo 
(1989) also found support for differences in the JSLS relationship by the value people put on 
work in their lives. 
In this project I explore variation by gender.  Many researchers argue that men gain 
more of their identity from their jobs than women (Becker & Carper, 1956; Yankelovich, 
1974; Pleck, 1977; Kalleberg, 2007) and although this is changing, men still comprise a 
larger proportion of the labor force and occupy jobs with greater leadership responsibilities 
and authority relative to women.  So, I would expect to find a stronger JSLS relationship for 
men than women.  In addition, given that most research has found that life satisfaction has a 
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larger effect on job satisfaction than vice versa, I also expect this to be the case in my 
analysis, but I have no empirical evidence from past research to suggest that the JSLS 
relationship might vary by gender. 
PREVIOUS RESEARCH ON JOB SATISFACTION AND LIFE SATISFACTION  
Having considered previous work on the JSLS relationship, it may be helpful to 
consider research addressing the two concepts independent of each other.  I n the following 
two sections I will discuss the predictors of job satisfaction and life satisfaction. 
Determinants of Job Satisfaction 
Demographic & Job Characteristics 
Although most people are satisfied with their jobs (Firebaugh and Harley, 1995), the 
predictors of job satisfaction appear to differ by gender.  Gender does not appear to be a 
predictor of job satisfaction as both men and women report similar levels, but researchers 
argue that there is a job satisfaction paradox (Phelan, 1994) or pay satisfaction paradox 
(Mueller & Wallace, 1996).  Despite having poorer working conditions (i.e., lower pay and 
fewer opportunities for promotion) and sometimes even receiving lower levels of intrinsic 
and extrinsic rewards at work (Lambert,1991; Fraser & Hodge, 2000), and higher levels of 
depression and despondency (Fraser & Hodge, 2000;  Hagan & Kay, 2007) women report 
levels of job satisfaction similar to men.  There is, however, evidence that the predictors of 
job satisfaction differ between males and females.  For example, salary “is positively 
associated with job satisfaction for women, but not for men” and there is a “weaker negative 
association of workload and satisfaction for women” compared to men (Buchanan, 2005:  
677).  Others find that the quality of coworker ties is more important for women in 
determining job satisfaction while organizational commitment is a stronger predictor for men 
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(Lambert, 1991; Fraser & Hodge, 2000)  and that perceptions of fairness are predictors for 
men and not women (Fraser & Hodge, 2000).   
Researchers argue that women report similar levels of job satisfaction despite poorer 
objective working conditions for a number of reasons:  1) Women value intrinsic rewards 
more highly than objective rewards compared to men (Fraser & Hodge, 2000).  2) Women 
often compare themselves to other women, who share similar objective working conditions 
rather than men who often receive higher rewards, while others argue that women tend to 
experience cognitive distortions in which they perceive inequitable situations to be equitable.  
When objective conditions can be changed, psychological distortions are used as a 
mechanism to cope with the inequity(Phelan, 1994; Buchanan, 2005),  or 3) Women do not 
express displeasure with work in terms of satisfaction, but rather in terms of depression or 
despondency (Hagan & Kay, 2007). 
Institution and coworker support , and procedural justice ( a measure of fairness) in 
organizations have been found to lead to higher levels of job satisfaction(Chou &Robert, 
2008; Clay-Warner et al., 2005), while role overload and job insecurity lead to lower levels 
of job satisfaction (Chou & Robert, 2008; Heaney, Israel, & House, 1994) .  Similarly, job 
tenure (at the organizational level) lead to higher levels of job satisfaction ( Wharton, Rotolo, 
and Bird (2000). 
The role that marital status and race play as predictors of job satisfaction is also 
intertwined with gender and age.  For example, positive spillover between job and marital 
satisfaction, with marital satisfaction having a larger influence on job satisfaction, exists and 
operates the same for both men and women (Rogers & May, 2003).  In terms of age and race, 
older workers are more satisfied than younger workers; whites are more satisfied than blacks 
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(Firebaugh and Harley, 1995).  However, black women (compared to their male 
counterparts) are much less satisfied than white female workers (Firebaugh and Harley, 
1995; Thomas & Holmes, 1992).   Also, job satisfaction and self-rated health are found to be 
highly correlated (Faragher, Cass, and Cooper, 2005) 
Personality & Psychological Predictors 
Early research linked psychological characteristics (e.g., anxiety, self-esteem, stance 
toward change, intellectual flexibility) to job satisfaction (Kohn & Schooler, 1973) and more 
recent studies continue to find that personality (primarily positive and negative affectivity as 
well as core self evaluations) has a considerable effect on job satisfaction outcomes (Judge et 
al., 1998; Judge et al., 2002; Judge, Heller & Mount, 2002; Thoresen, Kaplan, Barsky, 
Warren, de Chermont, 2003).  This research ranges from a focus on particular personality 
traits to sets of traits and how they relate individually or in tandem with each other. 
Researchers continue to find support for both demographic and psychological 
predictors of job satisfaction as well as job characteristics and, therefore, stress the need for 
further research in order to determine which plays a larger role (Heller, et al., 2004; Judge & 
Larsen, 2001; Judge et al. 2002).  Also, given the amount of research indicating gender 
differences and core self evaluations in the determinants of job satisfaction, it is important to 
consider them as factors in research involving the JSLS relationship. 
Determinants of Life Satisfaction 
Demographic   
As is the case with job satisfaction, most people are happy with their lives overall 
(Diener & Diener, 1996).  Thomas & Holmes (1992) found that, among demographic 
variables, age is the strongest predictor of life satisfaction for both whites and blacks.  Life 
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satisfaction increases as age increases.  However, religiosity and marital satisfaction are 
better predictors of life satisfaction for blacks while socioeconomic status (SES) is a better 
predictor for whites.  Black females experience lower job satisfaction than black males and 
married blacks experience greater life satisfaction than unmarried blacks.  Also, Barger 
(2009) found racial differences in levels of life satisfaction but he argues that most of this 
effect can be explained by SES. 
Gauthier et al., (2007), in a sample of undergraduates, and Bergan & McConatha 
(2000), in a more varied (although mostly white) sample, found that there is a significant and 
positive relationship between religiosity and religious doubt and life satisfaction.  Control 
over one‟s finances mediates the relationship between income and life satisfaction (Johnson 
& Krueger, 2006) while control over one‟s development (Lang & Heckhausen, 2001) and 
autonomy (Hodson, 2004) are also significant predictors of life satisfaction.   
Marital happiness is a strong predictor of life satisfaction (Barger, 2009) and may 
differ by gender as this relationship operates through family cohesion for men and quality 
communication for women (Thomas, 1990).  Social support has also been found to mediate 
the relationship between marital and life satisfaction (Barrett, 1999) as does health (through 
health satisfaction) (Michalos & Zumbo, 2002).  Although I will not consider marital 
satisfaction in my analysis (due to a limited sample size), this finding provides evidence for 
satisfaction differences by gender, which further supports a strong focus on gender in the 
study of the JSLS relationship. 
There is evidence that both situational (situation-specific), demographic, and 
dispositional factors are predictors of life satisfaction as well as a strong gender-related 
effects.  As Sheldon & Hoon (2007) find in their study, there is support for both situational 
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and dispositional determinants, such as personality, self-esteem, and social support.  As noted 
earlier,researchers argue that differencesby gender and core self-evaluationsprovide further 
evidence that there is a need for these factors to be a focus in any life satisfaction research. 
Work-Life Conflict & Life Course Events 
Work-life conflict, although it is not satisfaction, it is another special case of the 
work/non-work relationship of which JSLS studies are a part and is a relevant variable to 
consider in understanding the JSLS relationship.  Work-life conflict measures the extent to 
which problems at home affect performance at work or how stress at work spills over to 
one‟s home life.  These factors, it would seem, should directly affect both job and life 
satisfaction and will, therefore, be considered in the analysis presented in this paper.   
Schieman, Milkie, & Glavin (2009) find that people in higher status positions at work, 
who often have greater amounts of autonomy, are more likely to experience interference 
between work and non-work realms of life.  They argue that these workers‟ inability to 
segment their work and home lives leads to this interference.  Because men are more likely 
than women to occupy these types of positions, I would expect to find a gender difference in 
terms of experiencing more or less work-home interference.  In turn, work-home interference 
should affect one‟s satisfaction with their job or life.  If one experiences more work-home 
interference than they would like, I would expect them to be less satisfied with either work or 
home life, if not both.Kreiner „s (2006) findings support this and provide evidence that 
people who are able to meet work-family segmentation preferences report higher levels of 
job satisfaction . 
Additionally, I include measures that capture potentially significant life course events, as 
life course theorists have emphasized the need to focus on timing of events in one‟s life 
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(Elder, 1975, 1992; Kohli, 1986; George, 1993; Marshall & Mueller, 2003).  For example, 
having to care for an aging parent or grandchild, providing emotional or financial assistance 
to family or friends, and receiving social support from family and friends can significantly 
impact one‟s life course.  Again, women are more likely to be the caretakers of elderly 
parents (Walker, 1992; Calasanti&Slevin, 2001), so I would expect this to lead to gender 
differences in the JSLS relationship.  Perhaps women are more likely to be torn between 
work and home life, resulting in work playing a less central role in their lives relative to men 
and.  This might lead to a weaker JSLS relationship and in turn we would find less spillover 
for women.  The full list of life course variables can be found in Appendices A& B. 
HYPOTHESES 
Based on this review of the literature, I propose two hypotheses.   
1. Life satisfaction has a larger influence on job satisfaction than vice versa.  
2. The JSLS relationship is more tightly coupled for men than women.  That is to say, 
the size of the effects of JS and LS on each other will be larger for men than women.   
Although the literature clearly points to an abundance of support for the spillover effect, 
which informs the first hypothesis, evidence to suggest the 2
nd
 hypothesis is less explicit and 
is generally absent in the JSLS relationship literature.  I have not found any research in the 
JSLS literature that looks at gender interactions or gender differences in the JSLS 
relationship.  However, given that there are gender differences in the predictors of both job 
satisfaction and life satisfaction separately as well as gender differences in terms of the 
centrality of work to one‟s life, I expect to find a gender difference in the strength of the 
JSLS relationship (but not necessarily the directionality). 
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 Figure1shows the measurement model for job satisfaction and its independent 
variables.  Figure 2 shows the measurement model for life satisfaction and its independent 
variables.  Figure 3 shows the Full model with both reciprocal (non-recursive) and cross-
lagged effects simultaneously estimated.  Judge et al. (1993) used a very similar model with 
earlier data. 
INSERT FIGURE 1 
INSERT FIGURE 2 
INSERT FIGURE 3 
DATA & METHODS 
In order to explore and identify the determinants of job and life satisfaction and the 
relationship between the two I use four samples of data drawn from the two waves of the Mid 
Life Development in the United States (MIDUS I & MIDUS II) study collected during 1995-
1996 and 2004-2005.  Although I use data that are collected from the same people at two 
separate times, my analysis will use them as both panel and cross-sectional data.  Because I 
am measuring attitudes, which can change daily or perhaps even several times each day, it is 
less convincing to use only a measure from ten years in the past to predict an attitude in the 
present rather than a shorter period of, say, 1 or 2 years.  For example, someone may be 
completely satisfied with their job when they arrive in the morning, but may have a conflict 
with a coworker at some point and then may evaluate their job as less satisfying.  Essentially, 
attitudes are not necessarily stable over long periods of time.  I might be able to justify using 
data that had been collected with a shorter amount of time in between collections, but within 
a period of ten years, many things could intervene in the relationship between job and life 
satisfaction and these may be difficult to measure or capture in a survey.  Therefore, I also 
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look at the reciprocal JSLS relationship at both time points to examine instantaneous effects.  
I also include stability estimates of both job satisfaction and life satisfaction across time. 
The respondents are selected from a nationally representative sample of 7108 non-
institutionalized, English speaking adults between the ages of 25-74 who were first contacted 
by telephone and later mailed a survey questionnaire.  The second wave of data includes only 
people from the first wave who were contacted for follow up interviews ten years later.  I 
selected only respondents who are employed at both times one and two and they include both 
full and part time workers.  The response rate was 89% for the first wave and 86% for the 
second wave.  I excluded any non-white respondents because my sample was 94% white. 
I did not use probability weights for demographic characteristics, such as (age, race, 
or region) because they were only available for a very small portion of the sample and I 
wanted to use as many observations as possible.   However, Winship&Radbill (1994) argue 
that sampling weights are only preferred when they are only a function of independent 
variables.  Otherwise, unweighted estimates are preferred because they produce unbiased 
estimates and smaller standard errors than weighted estimates.  I did use a family-based 
cluster variable to control for instances in which respondents were selected because they 
were a twin or other sibling of a primary respondent.  This variable helps to control for 
similarities that may result from belonging to the same family. 
Latent Variables:  Job Satisfaction and Life Satisfaction 
I define each domain of satisfaction as the overall affective evaluation of the quality 
of one‟s experience in each domain.  I will use global measures of each domain of 
satisfaction rather than a facet-style approach; meaning, I will get a measure of “overall” 
satisfaction in each domain rather than create a scale or multiple item set of separate 
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measures for each.  This is particularly important to note for life satisfaction as I will not be 
measuring it as the sum of each component of life, such as marriage, health, or finances, but 
rather as a latent variable using multiple indicators that each measure overall life satisfaction.  
Given that I have multiple indicators of these two concepts (job satisfaction and life 
satisfaction) I conducted confirmatory factor analyses for each and will, therefore, use 
structural equation modeling (SEM) in order to include measurement models for those latent 
concepts and to be able to account for measurement error.  This method is beneficial 
becauseSEM accounts for measurement error and allows for the estimation of path models.  
Given this, the estimates it calculates are not as biased as those produced with an OLS 
regression would be, which assumes that there is no measurement error.  I ran a confirmatory 
factor analysis on both of the latent variables (job satisfaction and life satisfaction) and the 
model fit statistics are all within acceptable limits with most falling in the excellent range.  
The questions I use as indicators for each of the latent concepts can be found in Appendix A. 
Observed & Independent Variables 
To summarize the variables I discuss in my literature review and use in my analysis, I 
have found evidence to include the following variables that I will discuss below.  The 
variable names in parentheses correspond to those in the descriptive and regression 
tables.Being married, having positive coworker relationships, receiving support from 
coworkers and one‟s institution, and perceiving high levels of procedural justice (jprobs, 
jstress) lead to higher reported levels of job satisfaction.  High levels of occupational 
prestige(occp) and autonomy (semp, jinit, jdec, jplan, hwork) lead to higher levels of work-
home interference and difficulties attaining preferences in terms of work-family balance 
(whstr, whtir, whwor, whint, whwor, whint, whcomp, whskil, hwdist, hwslp, hwconf, 
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hwrelax), which in turn lead to lower levels of job satisfaction. Higher workloads (jdem, 
jcont, jtime, jinter) and job insecurity (jsec) also lead to lower levels of job satisfaction but 
this effect is stronger for men than women.Pay (income) is positively associated with job 
satisfaction for men, but not women.  Higher ratings of self health (jphy, jemo, perhlth, chrn, 
hlthl, phlth, hins), having control over one‟s finances (finsit, fincont), higher religiosity 
(relimp, relgrp), and higher levels of perceived social support (socsp, socpar, socof, soco) all 
lead to higher reported levels of life satisfaction.  I also include giving support (emosp, 
emopar, assp, fino).  Older workers (compared to younger workers) report higher levels of 
both job satisfaction and life satisfaction as do those who have higher (positive) core self-
evaluations (lcont, lcontb, smind, mresp, persona, worry).  I also include some other controls 
not mentioned in the literature review, such as education, marital status (Mar-NM, Marr, 
Chg), age-squared, hours worked for pay (hpay), hours worked for pay at a second job 
(hpayo), whether one is a full-time worker (ftime), whether one has any children under age 
18 living at home (anychild), the number of children one has under 18 living at home 
(numchild). 
I trimmed my models (this is common in path analysis; see Blalock, 1971) and 
eliminated variables that were not significant in any sample or model in order to increase the 
sample size due to the effectsof using list wise deletion.  My model is shown in Figures 1, 2, 
and 3 (shown earlier).  A table of the variables I included in my analyses and a separate table 
for those I excluded are in Appendices A and B. 
In the first part of the analysis I address my first question (What is the relationship 
between job and life satisfaction?).  I compare the coefficients of both the reciprocal and 
cross-lagged effects to see if job satisfaction or life satisfaction had a larger effect than the 
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other.  In the second part of the analysis I address my second question (Does the JSLS 
relationship vary by gender?) and I make two comparisons.  I compare the coefficients of 
both the reciprocal and cross-lagged effects for the male and female samples to see if there 
are any statistically significant differences between the two groups. 
FINDINGS 
Descriptive Findings 
Table 1 presents descriptive results for men at time 1.  Table 2 presents descriptive results for 
men at time 2.  Table 3 presents descriptive results for women at time 1.  Table 4 presents 
descriptive results for women at time 2men (time 1, time 2) and women (time 1, time 2) . 
INSERT TABLE 1 
INSERT TABLE 2 
INSERT TABLE 3 
INSERT TABLE 4  
Gender and Time Differences 
 
 As noted in tables 1-4, there are a few descriptive gender and time-specific 
differences.   Most people in this sample are likely to be married, at both times 1 and 2, men 
are more likely to be married (77.5% at time 1 and 81.6% at time 2 for men) than women 
(68.30% at time 1 and 70.65% at time 2 for women) and women are more likely to have 
experienced a change in marital status between time 1 to time 2 (18 v. 15%) than men.   Men 
work more hours on average than women (44 at time 1 and 50 hours at time 2 for men v. 36 
at time 1 and 38 hours at time 2 for women) and are more likely to be self employed at both 
times (20% at time 1 and  24% at time 2 for women v. 12% at time 1 and 12% at time 2 for 
men).  For men, education is distributed about evenly across the four categories (high school, 
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some college, Bachelors, advanced Degree) at about 25% each at both times.  For women, 
we see a slightly higher proportion of people in the "high school" (29% at time 1and 28% at 
time 2) and ("some college" categories (About 33% at time 1 and 31% at time 2).  They 
range from 15-20% for Bachelors and Advanced degrees.  Overall men are more likely to 
have higher levels of education in my sample.  In terms of time, both male and female 
respondents are similarly more likely to have children living with them at time 1 (ranging 
from 50-52%) relative to time 2 (ranging from 36-38%).  Differing by both gender and time 
is full time work status, which for men ranges from 93 to 84% and for women ranges from 
74 to 71%)   
Similarities by Gender and Time 
Descriptively there were very few gender or time differences in my sample.  Men and 
women are similar in age at both time points (about 42 at time 1 and about 51 at time 2), had 
similar levels of occupational prestige (ranging from 48 to50), are similarly likely to have 
health insurance (ranging from 93 to 95%), have about 1 child, and have experienced about 2 
chronic conditions in the past 12 months, rate their mental health at 3.8-4 out of 5, and 
physical health at 3.8-4 out of 5. 
In terms of attitudinal measures, men and women have similar levels of job 
satisfaction (supporting Firebaugh & Harley, 1995) and life satisfaction (supporting Diener 
&Diener (1996)) and, for both groups, these are stable from time 1 to time 2 scoring 3 or 
higher on a 4 point scale and scoring 7 or higher on a 10 point scale.  Men and women are 
similar in their ratings of their financial situation (reporting scores of ~6 out of 10), perceived 
control over finances (6-7 out of 10), perceived rating of health (~7.6 out of 10), home to 
work spillover (3.5-3.8 out of 5), work to home spillover (2.5-3 out of 5), religiosity (~2 out 
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of 4).  Specifically related to one‟s work situation, about 88 to 92% of men and women 
during both times 1 and 2 are likely to report having problems at work, stress at work 
(ranging from 51 to57%), perceptions of job security (ranging from ~4.5 out of 5), the effect 
one‟s job has on physical health (ranging from ~3.8 out of 5), and ratings of emotional and 
mental health (ranging from ~4 out of 5).  All of the job characteristics variables are similar 
for both men and women at both times 1 and 2.  They range from 3.5-3.8 on a 5 point scale 
with the exception of experiencing interruptions at work, which run 2.3-2.5 on a 5 point 
scale.  Men and women are also similar on all measure of CSEs at both times 1 and 2, which 
range from about 3.6 on a 4 point scale and between 6.7 and 7.8 on a 10 point scale. 
 A number of variables have large standard deviations so statistically significant 
differences are not apparent despite large descriptive differences in means.  On average, men 
earn ($44,008 at time 1 and $58,077 at time 2) more than women ($24,864 at time 1 and 
$37,449 at time 2).  On average, both men and women  (at both times 1 and 2) give between 
21-25 hours of emotional support to spouses and 3-11 hours per month to parents, 2.5-5 
hours per month of unpaid assistance to others, and spend about $17-41 per month on non-
family others.  Again, both men and women at times 1 and 2 similarly receive about 18-22 
hours per month from their spouse, 2-9 hours from their parents, and 1-4 hours from other 
non-family members. 
Multivariate Findings:  Control Variables for both Job Satisfaction and Life 
Satisfaction 
Figure 4 presents the full model with estimates for women.  Figure 5 presents full model with 
estimates for men.  Table 5 presents regression coefficients and model fit measures for men.  
Table 6 presents regression coefficients and model fit measures for women.   
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INSERT FIGURE 4 
INSERT FIGURE 5 
INSERT TABLE 5 
INSERT TABLE 6 
As noted in tables 5 and 6, age
2 
(not age) is significantly (though very weakly) 
associated with life satisfaction at time 1 for men only (0.01).  Older men are slightly more 
likely to report higher levels of life satisfaction compared to women at time 1 and compared 
to both men and women at time 2.This is only partially supportive of the Thomas & Holmes 
(1992) study which found age to be the strongest predictor of life satisfaction.  Marital status 
is not significantly associated with job or life satisfaction for either gender, which is 
somewhat different from Buchanan‟s (2005) results.  He found that marital status was a 
significant predictor of both job satisfaction and life satisfaction, but found no gender 
difference. On the other hand, I find that having a change in marital status is significantly 
associated with life satisfaction at time 1 for both men (-0.602) and women (-0.474).  Men 
and women who had a change in marital status report much lower life satisfaction scores than 
those who have not experienced any change. 
Education is generally non-significant as it is only significantly associated with life 
satisfaction at time 1.  For women, having an advanced degree (compared to having 
completed high school) is associated with higher levels of life satisfaction (1.287).  For men, 
completing some college (compared to having completed high school) is associated with 
lower reported levels of life satisfaction (-0.753).  For men, the relationship between income 
and job satisfaction at time 1 is significant but very weak (0.009).  Buchanan (2005) found 
the opposite in that income was a predictor of job satisfaction for women, but not men. 
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Multivariate Findings:  Common Predictors for both Job Satisfaction and Life 
Satisfaction 
As shown in tables 5 and 6, the state of one‟s financial situation is significantly 
associated with life satisfaction for women at both times 1 (0.186) and 2 (0.232).  For men, 
the rating of one‟s financial situation is significantly associated with job satisfaction at time 1 
(.209) and life satisfaction at both times 1 (0.258) and 2 (0.288).  Having control over one‟s 
financial situation is significantly associated life satisfaction for men only at time 1 (-0.108) 
and has positive, but non-significant effect on job satisfaction. 
Core self-evaluation variables generally are not significantly related to job 
satisfaction (except for the extent to which one believes that if they set their mind to 
something they can do it at time 1 for women (0.173)).  They are more significantly related 
to life satisfaction (as opposed to job satisfaction) for both men and women.  For both 
variables that measure having control over one‟s life, there is a significant positive 
relationship for men at both times 1 (0.342 for the first variable and 0.358 for the second 
variable) and 2 (0.544 for the first variable and 0.546 for the second variable) and women at 
time 1 only (0.181 for the first variable and 0.834 for the second variable).  Only in one 
instance is one of the life control variables not significantly related to either job or life 
satisfaction and that is for women at time 2 (see table 6).  For most people in my sample 
having a sense of control over their lives leads to higher reported levels of life satisfaction for 
both men and women.  More importantly, these variables make the effects of job satisfaction 
and life satisfaction on each other weaker.  In other words, considering CSEs makes the JSLS 
relationship less tightly coupled. 
26 
 
Frequency of worrying is only significantly related to life satisfaction for men at time 
2 (0.498).  This variable is reverse-coded, indicating that worrying less frequently is 
associated with higher levels of life satisfaction for men. The ability to manage one‟s 
responsibilities is also only significantly related to life satisfaction for men at time 2 (0.269), 
indicating that men who report they are able to manage their responsibilities report higher 
levels of life satisfaction.   Believing that one can do anything you set your mind to is 
significantly associated with job satisfaction at time 1 for women (0.173) and significantly 
associated with life satisfaction for men at time 1 (0.116).  For women this belief is 
associated with higher levels of job satisfaction and for men it is associated with higher 
levels of life satisfaction.  Liking one‟s personality is significantly related to life satisfaction 
at both times for men (0.351, 0.475) and women (0.377, 0.635).  JSLS research generally 
finds that the effects of the core self-evaluations have significant effects on both job 
satisfaction and life satisfaction (Judge et al., 1998; Heller et al., 2002; Rode, 2004; Rode & 
Near, 2005). 
Multivariate Findings:  Explanatory Variables for Job Satisfaction 
As shown in tables 5 and 6, having a sense of job security is significantly related to 
job satisfaction for women only at time 1 (0.213) but significantly related for men at both 
times 1 (0.212) and time 2 (0.298).  A greater sense of security is significantly associated 
with higher scores on job satisfaction.The extent to which one‟s job affects their emotional 
health is only significantly associated with job satisfaction for men at both times 1 (0.500) 
and 2 (0.651), which indicates that rating your emotional health as high is associated with 
higher reported scores of job satisfaction.  Having control over the amount of time one 
spends on tasks at work was only significantly related to job satisfaction for men at time 2 
27 
 
(0.259).The frequency with which one has a say in decisions about one‟s work was only 
significantly related to job satisfaction for men at time 1 (0.324). 
 Of all the home-to-work spillover variables only three had were significantly 
associated with job satisfaction.  The extent to which distractions at home affect one‟s work 
life only was significantly related to job satisfaction for men at time 1 (0.380).  The extent to 
which the love and respect one gets at home makes you feel confident about yourself at work 
was significantly related to job satisfaction for women at time 1 (0.283)  and for men at time 
2 (0.282).  The extent to which one‟s home life helps one relax and feel ready for the next 
day‟s work was only significantly related to job satisfaction for women and only at time 1 (-
0.290).  Although this is not the exact measure that Kreiner (2006) uses, these results are 
similar to his argument that the ability workers who are able to meet their work-family 
segmentation preferences are more likely report higher levels of satisfaction. 
The following variables had no significant relationships with job satisfaction:  
occupational Prestige, self-employment, hours worked for pay at primary and other jobs, 
problems at work, stress at work, full-time status the physical effects of one‟s job,andthe 
extent to which problems at home contribute to a lack of sleep. 
Some variables that did not have any significant effects in my analysis were 
significant in other studies.  For example, work demands, having enough time to complete 
tasks at work had no significant effects, but Buchanan (2005) and Chou & Robert (2008) 
found that higher workloads lead to lower satisfaction, with the effect being stronger for 
women than men.  Also, I find that measure of autonomy (the extent to which one initiates 
things at work, plans the work environment, and decides how work is done) are not 
significant, but Clay-Warner et al. (2005) find similar variables to be significant. 
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Multivariate Findings:  Explanatory variables for Life Satisfaction 
As shown in tables 5 and 6, one‟s perception of the overall quality of his or her health 
is significantly related to life satisfaction for women at time 2 (0.377) and for men at time 
1(0.225).  One‟s rating of his or her mental or emotional health was significantly related to 
life satisfaction at both times 1 and 2 for both men (0.397, 0.682) and women (0.408, 
0.407).The number of children one had was significantly associated with life satisfaction 
only for men and only at time 2 (0.317).  The extent to which one initiates things at his or her 
job is significantly related to life satisfaction only for women and only at time 2 (-0.267).  
How closely one identifies with being a member of a religious group is significantly related 
to life satisfaction only for women and only at time 1 (-0.255).  Giving informal emotional 
support to one‟s spouse was significantly associated with life satisfaction only for women 
and only at time 2 (0.020).  Receiving social support from one‟s spouse was significantly 
related to life satisfaction only for women but at both times 1 (0.014) and 2 (-0.014) 
The following variables had no significant relationships with life satisfaction:  The 
number of chronic conditions experienced in the past year, physical health, having health 
insurance, having any children, emotional support given to parents, social support received 
from to family members and other non-family members, unpaid assistance given to parents, 
financial support given to others, the extent to which stress at work makes one irritable at 
home, being too tired to accomplish things at home, the extent to which worries at work 
leave you distracted at home, the extent to which experiences at work make one feel like a 
better companion at home, and the extent to which skills at home are transferable to home 
life. 
Multivariate Findings:  Job Satisfaction & Life Satisfaction 
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I find that in all but one instance there is a statistically significant JSLS relationship in 
both the cross lagged and reciprocal models, but do not find evidence to support either the 
dispositional or top-down perspectives.  Contrary to my first hypothesis, I do not find that 
life satisfaction has a larger influence on job satisfaction than vice versa, nor do I find that 
any one of the three explanations for the JSLS relationship (compensation, segmentation, and 
spillover) explains the relationship for all groups.  Finally, I find only minimal support for 
my second hypothesis in that only one of the 8 relationships I test shows a statistically 
significant gender difference. 
Does life satisfaction have a larger influence on job satisfaction than vice versa? 
Most JSLS research finds that life satisfaction has a larger effect on job satisfaction 
than vice versa( Rice, Near, & Hunt, 1980; Tait, Padgett, & Baldwin, 1989; Judge & 
Watanabe, 1993; Judge et al., 1998; Heller et al., 2002; Bowling, Eschelman, & Wang, 
2010).  I find that the difference of the effect of life satisfaction on job satisfaction and vice 
versa is not statistically significant for either men or women in this.  In other words, life 
satisfaction does not have a larger effect on job satisfaction than vice versa.  They both have 
the same effect on each other statistically speaking. 
Is there a gender difference in the JSLS relationship?  Is the JSLS relationship more tightly 
coupled for men than for women? 
There is little evidence that the JSLS relationship is more tightly coupled for men 
than women. Considering all 8 relationships in this model, I find only one statistically 
different gender difference.  The only statistically significant difference I find is the cross 
lagged effect across time in which men have a larger negative JSLS relationship than women.  
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An increase in the time 1 variables (job satisfaction and life satisfaction) leads to a decrease 
in their time 2 variables) 
Is there stability in job satisfaction and life satisfaction independently across time? 
For men, life satisfaction at time one is a stronger predictor of life satisfaction at time 
two than job satisfaction at time one is for job satisfaction at time two.  For women, neither 
job satisfaction nor life satisfaction at time one are stronger predictors than the other for their 
time two counterparts. There are no statistically significant gender differences between the 
effects of job satisfaction at time one on job satisfaction at time two and life satisfaction at 
time one on life satisfaction at time two.  The strength of each satisfaction variable at time 
one in predicting the corresponding variable at time 2 is statistically the same for men and 
women. 
CONCLUSIONS 
What is the Relationship between Job Satisfaction and Life Satisfaction? 
I found only very limited support for my first hypothesis, which states that life 
satisfaction will have a larger effect on job satisfaction than vice versa.  Most of the previous 
literature found a JSLS relationship in which life satisfaction had a stronger effect on job 
satisfaction than vice versa, while a few found no significant JSLS relationship.  For the most 
part, my findings do not provide support for either of these arguments or proposed 
hypotheses.  I find both a significant relationship in all but 8 relationships and there is no 
statistically significant difference between the effect of job satisfaction on life satisfaction 
and life satisfaction on job satisfaction.  
Earlier studies have found that life satisfaction has a larger effect on job satisfaction 
than vice versa (Rice, Near, & Hunt, 1980; Tait, Padgett, & Baldwin, 1989; Judge& 
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Watanabe, 1993; Judge et al., 1998; Heller et al., 2002; Bowling, Eschelman, & Wang, 2010) 
and some argued that these findings indicated  support for the dispositional perspective 
(Judge & Watanabe, 1993, Diener, 1984; Diener&Diener, 1996).  This perspective asserts 
that life satisfaction should have a larger effect than job satisfaction because life satisfaction 
represents a general tendency to perceive things in a particular way, which is then 
experienced in more particular domain-specific instances, such as job, family, or 
health(Diener, 1984; Staw& Ross, 1985; Staw, 1986).   However, I do not find this to be the 
case in any of my models.  Given that none of my results indicate any statistically significant 
differences between effects of job satisfaction on life satisfaction and vice versa, these results 
do not support the dispositional explanation of the JSLS relationship. 
 However, I do find some evidence for both the compensation and 
segmentationhypotheses.  Previous research has not found support for either.  For men there 
is a significant negative JSLS relationship in the cross-lagged part of the model, which lends 
support to the compensation hypothesis.  Compensation suggests that we make up for 
dissatisfaction in one realm by seeking out greater satisfaction in another, thereby neglecting 
the former.  On the other hand, a non-significant JSLS relationship for women lends support 
to the segmentation hypothesis, which suggests that satisfaction in one domain (life or job) is 
unrelated or generally unaffected by satisfaction in the other.  I will discuss this gender 
difference in greater depth in the following section. 
Does the JSLS Relationship vary by Gender? 
I find very little evidence to support my second hypothesis that the JSLS relationship 
will be more tightly coupled for men than women.  I only find one statistically significant 
gender difference, which is the cross-lagged effects of life and job satisfaction at time one on 
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their time two counterparts.  While the effect is negative and significant for men, it is not 
significant for women, though still negative.  Although I would be hesitant to say that this 
single finding among eight analyzed relationships represents strong evidence, it does suggest 
that perhaps the JSLS relationship (in terms of the cross-lagged effects) operates differently 
for men than women.  A non-significant relationship provides support for the segmentation 
hypothesis, which might indicate that these two realms of life (job and overall life) are 
separate from each other and the effects of one do not spill into the other.  
On the other hand, finding evidence for the compensation hypothesis among men 
indicates that men might be more likely to put more effort into one realm of life and 
neglecting the other.  This seems to make sense because, as some would argue (Dubin, 
1956), work has traditionally played a larger role in men‟s identity than women‟s.  So we 
would expect men to be less likely to separate the work life from overall life as they 
construct a larger portion of their identity from the work realm.  For women, work has 
traditionally played a less prominent role in their lives, so it may be easier for them to leave 
work at home or vice versa. 
I would expect that the effects of job satisfaction and life satisfaction on each other 
would be larger for men than women, given the more central role that work has traditionally 
played in their lives (Dubin, 1956).  Perhaps, the women in this sample are more like men in 
terms of the centrality of work to their lives because they are demographically similar in 
terms of part or full-time work status.  Perhaps the difference is not that women and men 
differ in their JSLS relationship, but rather because men are often more likely to work full 
time jobs than women.  Alternatively, maybe women compartmentalize these two areas of 
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their life separately while men do not because, for men, work is more largely drawn upon to 
construct self-identity.   
Given that the results from the reciprocal component of the model and the cross-
lagged component produce conflicting results about the JSLS relationship, it becomes more 
important to weigh the importance of the two approaches against each other.  Judge & 
Watanabe (1993) argued that cross lagged results should be considered the more reliable of 
the two (compared to the reciprocal effects).  They cite Gollob and Reichardt (1987) arguing 
that it is difficult to avoid inappropriate causal judgments when looking at instantaneous 
effects (like those seen in reciprocal models) as they violate one of the restrictions of causal 
analysis (that the time 1 event happens before the time 2 event). 
Although I only found small and very few gender differences, this is a contribution to 
understanding the JSLS relationship because previous studies did not consider any gender 
interactions in their analysis.  Given the evidence in this paper (primarily support for multiple 
explanations of the JSLS relationship), though weak and limited, that gender may affect the 
JSLS relationship, gender would seem to be an important factor to consider in future work.  
If the studies that found non-significant or weak JSLS relationships (Rode, 2004; Rode & 
Near, 2005) had used gender interaction terms they may have found a significant JSLS 
relationship for men but not women or vice versa.  Another possibility would be finding 
support for multiple JSLS relationships (spillover, segmentation, and compensation).  
Although, this addition may not have changed their results, we could be more confident in 
their findings and conclusion of a non-significant JSLS relationship had they included these 
analytic strategies. 
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Judge & Watanabe (1994) argue for more research that investigates how the JSLS 
relationship works and moving beyond descriptive analyses that are prominent in this 
literature. They argue that spillover characterizes the JSLS relationship for most people but, 
for some, the relationship is negative (compensation) or non-significant (segmentation).  My 
findings lend support to this argument and suggest that gender may be a contributing factor 
in the variability of the JSLS relationship.  Perhaps by looking more closely at the effects of 
gender we can gain a better understanding of how the JSLS relationship works.  Is there 
something about gender that gets at an underlying mechanism guiding the JSLS relationship?  
Does the extent to which one uses work to construct his or her identity affect the JSLS 
relationship?   
LIMITATIONS 
The two primary limitations of this research are that 1) my data are not nationally 
representative, although I do have a variable to control for family clustering and 2) the 
sample is all white and may not capture processes that may be different for non-white groups.  
Additionally, the time lag from the two waves of data collection is ten years, which makes 
causal inference problematic when studying attitudes.  Therefore, I usereciprocal models to 
look at instantaneous effects in addition to the cross-lagged component.  Analytically, I use 
list wise deletion, but multiple imputation or a similar method would be helpful in regaining 
lost information from dropped cases that could show potential effects and relationships not 
apparent otherwise.  
I only include two domains of satisfaction in my analyses (life and job).  For 
example, I do not include satisfaction with marital life.  Including marital satisfaction would 
have further reduced my sample size (beyond having to drop many cases as a result of using 
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listwisedeletion) because those who were not married at both times 1 and  2would be 
dropped from the sample.  However, there is evidence to suggest that adding more domains 
could result in eliminating the relationship between job and life satisfaction (Rode, 2004; 
Rode & Near, 2005).  Despite these two studies not examining potential gender differences in 
the JSLS relationship, which could have revealed significant effects, perhaps I would have 
found a weaker relationship had I been able to include other domains of non-work 
satisfaction. (e.g., satisfaction with health or marriage). 
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Figure 1:  Measurement Model and Independent Variables Predicting Job Satisfaction.   
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
*Note:  This model is the same for Job Satisfaction at both times 1 and 2. 
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Figure 2:  Measurement Model and Independent Variables Predicting Life Satisfaction.   
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*Note:  This model is the same for Job Satisfaction at both times 1 and 2. 
Figure 3:  Full Model with both Reciprocal (Non-Recursive) and Cross-Lagged Models Simultaneously Estimated  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
*Note:  Although the independent variables are estimated in this model, they are not shown in this figure. 
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Figure 4:  Full Model with both Reciprocal (Non-Recursive) and Cross-Lagged Models Simultaneously Estimated for Females 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
*Note:  Although the independent variables are estimated in this model, they are not shown in this figure. 
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Figure 5:  Full Model with both Reciprocal (Non-Recursive) and Cross-Lagged Models Simultaneously Estimated for Males 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
*Note:  Although the independent variables are estimated in this model, they are not shown in this figure. 
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Table 1:  Descriptive Statistics for Men at Time 1 (N=652) 
 
 
 
 
Frequency Percent Mean SD Frequency Percent Mean SD
Job Sat.
Jsat 7.477 1.788 Jphy 3.821 0.857
Pride 3.452 0.735 Jemo 4.014 0.856
Respect 3.429 0.722 Ftime 609 93.4
Reward 3.009 0.924 Hwdist 3.733 0.768
Oppt 3.179 0.780 Hwslp 3.937 0.792
Betjob 3.391 0.823 Hwconf 3.586 1.103
Life Sat. Hwrelax 3.660 0.899
Lsat 3.601 0.603 Jdem 3.106 0.866
Lsatb 7.748 1.318 Jcont 3.801 0.878
Selfsat 3.582 0.552 Jtime 3.385 0.979
Pleased 5.782 1.280 Jinter 2.564 0.963
Satfrq 3.451 0.920 Jinit 3.959 0.833
IV's Jdec 3.807 0.980
Age 42.402 9.499 Jplan 3.747 1.130
Age
2
1888.009 841.343 Hwork 4.087 0.801
Mar-NM 147 22.5 Perhlth 7.647 1.273
Mar-Marr 505 77.5 Chrn 1.729 1.886
Mar-Chg 96 14.72 Mhlth 4.014 0.856
Educ-HS 166 25.46 Phlth 3.821 0.857
Educ-SC 170 26.07 Hins 608 93.25
Educ-BA 176 26.99 Anychild 345 52.91
Adv Deg. 140 21.47 Numchild 1.074 1.253
Income 44008.740 25139.820 Whstr 3.446 0.755
Finsit 6.328 1.741 Whtir 3.276 0.780
Fincont 6.877 2.043 Whwor 3.595 0.819
Lcont 7.785 1.587 Whint 2.683 0.895
Lcontb 3.640 0.582 Whcomp 3.615 0.826
Smind 5.848 1.357 Whskil 2.830 1.059
Mresp 6.069 1.161 Relimp 1.860 0.899
Persona 6.189 0.953 Relgrp 2.365 1.052
Worry 2.607 0.927 Emosp 23.164 53.638
Occp 49.960 13.416 Emopar 3.664 8.728
Semp 129 19.79 Assp 2.557 7.570
Hpay 46.700 12.719 Fino 33.756 206.687
Hpayo 2.887 8.124 Socsp 19.899 49.802
Jprobs 552 84.66 Socpar 2.449 5.738
Jstress 335 51.38 Socof 3.393 7.522
Jsec 4.486 0.913 Soco 1.778 3.868
Time 1
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Table 2:  Descriptive Statistics for Men at Time 2 (N=652) 
 
 
 
 
Frequency Percent Mean SD Frequency Percent Mean SD
Job Sat.
Jsat 7.399 1.867 Jphy 3.808 0.876
Pride 3.535 0.727 Jemo 4.009 0.813
Respect 3.514 0.719 Ftime 554 84.97
Reward 3.199 0.885 Hwdist 3.852 0.703
Oppt 3.298 0.784 Hwslp 3.995 0.789
Betjob 3.549 0.718 Hwconf 3.747 1.044
Life Sat. Hwrelax 3.794 0.828
Lsat 3.623 0.58 Jdem 3.575 0.849
Lsatb 7.877 1.328 Jcont 3.782 0.821
Selfsat 3.569 0.551 Jtime 3.406 1.002
Pleased 5.314 1.616 Jinter 2.687 0.911
Satfrq 3.482 0.859 Jinit 3.971 0.879
IV's Jdec 3.834 0.971
Age 51.337 9.434 Jplan 3.811 1.128
Age
2
2724.402 1004.279 Hwork 4.095 0.882
Mar-NM 120 18.4 Perhlth 7.664 1.23
Mar-Marr 532 81.6 Chrn 1.598 1.718
Mar-Chg 96 14.72 Mhlth 4.009 0.8127
Educ-HS 162 24.85 Phlth 3.808 0.876
Educ-SC 166 25.46 Hins 621 95.25
Educ-BA 161 24.69 Anychild 250 38.34
Adv Deg. 163 25 Numchild 0.77 1.19
Income 58076.67 29444.79 Whstr 3.575 0.755
Finsit 6.709 1.777 Whtir 3.328 0.784
Fincont 7.25 2.037 Whwor 3.626 0.8
Lcont 7.922 1.63 Whint 2.77 0.924
Lcontb 3.692 0.558 Whcomp 3.578 0.876
Smind 5.813 1.379 Whskil 2.848 1.066
Mresp 6.032 1.125 Relimp 2.169 1.002
Persona 5.876 1.128 Relgrp 2.397 1.109
Worry 2.764 0.883 Emosp 21.85 37.444
Occp 50.569 13.732 Emopar 3.132 6.563
Semp 153 23.93 Assp 3.629 29.331
Hpay 43.81 14.165 Fino 41.59 200.187
Hpayo 1.962 6.684 Socsp 18.385 30.523
Jprobs 583 89.42 Socpar 3.629 29.331
Jstress 363 55.67 Socof 3.695 8.254
Jsec 4.587 0.869 Soco 2.44 6.528
Time 2
43 
 
Table 3:  Descriptive Statistics for Women at Time 1 (N=552) 
 
 
 
 
 
Frequency Percent Mean SD Frequency Percent Mean SD
Job Satisfaction
Jsat 7.534 1.779 Jphy 3.799 0.853
Pride 3.525 0.700 Jemo 3.899 0.871
Respect 3.449 0.736 Ftime 413 74.82
Reward 2.871 0.933 Hwdist 3.755 0.740
Oppt 3.078 0.787 Hwslp 3.812 0.818
Betjob 3.411 0.792 Hwconf 3.620 1.003
Life Satisfaction Hwrelax 3.558 0.918
Lsat 3.574 0.616 Jdem 3.165 0.877
Lsatb 7.786 1.431 Jcont 3.734 0.867
Selfsat 3.525 0.580 Jtime 3.353 0.964
Pleased 5.781 1.365 Jinter 2.393 1.004
Satfrq 3.420 0.916 Jinit 3.752 0.897
Independent Vars Jdec 3.482 1.006
Age 41.830 9.131 Jplan 3.598 1.189
Age
2
41.830 9.131 Hwork 3.871 0.906
Mar-NM 175 31.70 Perhlth 7.656 1.404
Mar-Marr 377 68.30 Chrn 2.207 2.247
Mar-Chg 103 18.66 Mhlth 3.899 0.871
Educ-HS 164 29.71 Phlth 3.799 0.853
Educ-SC 185 33.51 Hins 517 93.66
Educ-BA 118 21.38 Anychild 277 50.18
Adv Deg. 85 15.40 Numchild 0.891 1.096
Income 24864.550 17315.530 Whstr 3.457 0.864
Finsit 6.101 1.998 Whtir 3.150 0.838
Fincont 6.830 2.254 Whwor 3.678 0.855
Lcont 7.942 1.572 Whint 2.815 1l004
Lcontb 3.692 0.542 Whcomp 3.636 0.830
Smind 5.902 1.312 Whskil 2.712 1.090
Mresp 6.147 1.150 Relimp 1.850 0.859
Persona 0.216 0.923 Relgrp 2.301 1.051
Worry 2.357 0.882 Emosp 25.909 62.910
Occp 48.301 12.964 Emopar 11.228 49.311
Semp 64 11.59 Assp 4.984 32.956
Hpay 38.192 12.477 Fino 17.984 92.027
Hpayo 2.342 7.238 Socsp 22.118 61.698
Jprobs 485 87.86 Socpar 8.346 39.268
Jstress 310 56.16 Socof 11.176 37.019
Jsec 4.453 0.930 Soco 3.810 19.737
Time 1
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Table 4:  Descriptive Statistics for Women at Time 2 (N=552) 
 
 
 
 
 
Frequency Percent Mean SD Frequency Percent Mean SD
Job Satisfaction
Jsat 7.587 1.83 Jphy 3.795 0.864
Pride 3.612 0.661 Jemo 3.908 0.88
Respect 3.533 0.712 Ftime 394 71.38
Reward 3.147 0.921 Hwdist 3.777 0.747
Oppt 3.281 0.759 Hwslp 3.884 0.791
Betjob 3.58 0.701 Hwconf 3.708 1.005
Life Satisfaction Hwrelax 3.683 0.925
Lsat 3.592 0.601 Jdem 3.263 0.953
Lsatb 7.884 1.357 Jcont 3.717 0.833
Selfsat 3.507 0.578 Jtime 3.444 0.945
Pleased 5.208 1.689 Jinter 2.514 0.943
Satfrq 3.478 0.862 Jinit 3.645 0.968
Independent Vars Jdec 3.56 0.949
Age 50.754 9.095 Jplan 3.679 1.116
Age
2
2658.496 952.181 Hwork 3.895 0.885
Mar-NM 162 29.35 Perhlth 7.585 1.44
Mar-Marr 390 70.65 Chrn 2.129 2.039
Mar-Chg 103 18.66 Mhlth 3.908 0.88
Educ-HS 157 28.44 Phlth 3.795 0.865
Educ-SC 173 31.34 Hins 526 95.29
Educ-BA 118 21.38 Anychild 201 36.41
Adv Deg. 104 18.84 Numchild 0.62 0.962
Income 37449.26 25593.85 Whstr 3.567 0.836
Finsit 6.353 2.045 Whtir 3.183 0.876
Fincont 7.107 2.137 Whwor 3.779 0.829
Lcont 7.949 1.563 Whint 2.806 1.001
Lcontb 3.723 0.509 Whcomp 3.681 0.85
Smind 6.005 1.206 Whskil 2.844 1.106
Mresp 6.111 1.211 Relimp 1.942 0.953
Persona 5.922 1.177 Relgrp 2.246 1.068
Worry 2.451 0.878 Emosp 24 56.124
Occp 48.38 13.748 Emopar 6.781 20.079
Semp 66 11.96 Assp 4.873 24.591
Hpay 36.408 12.957 Fino 26.205 160.556
Hpayo 1.232 4.285 Socsp 20.554 53.962
Jprobs 508 92.03 Socpar 0.587 21.999
Jstress 314 56.88 Socof 9.9 24.553
Jsec 4.504 0.935 Soco 3.46 9.396
Time 1
  
 
Table 5:  Full Model with both Reciprocal (Non-Recursive) and Cross-Lagged Models Simultaneously Estimated for Males 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Latent Variables
JS1 0.683 0.089 *** 0.146 0.023 *** -0.318 0.081 ***
JS2 0.205 0.040 ***
LS1 0.146 0.023 *** -0.318 0.081 *** 0.952 0.110 ***
LS2 0.205 0.040 ***
Common Independent Variables (IV)
Age
2
0.000 0.006 0.009 0.007 0.011 0.005 * -0.011 0.009
Mar-NM -0.838 0.484 1.155 0.627 -0.039 0.403 -1.573 0.688 *
Mar-Chg 0.156 0.287 0.093 0.324 -0.602 0.227 ** -0.227 0.335
Educ-SC 0.204 0.314 0.163 0.361 -0.753 0.291 ** 0.179 0.400
Income 0.009 0.004 * 0.006 0.004 0.003 0.004 0.003 0.005
Finsit 0.209 0.060 *** 0.084 0.065 0.258 0.053 *** 0.288 0.086 ***
Fincont 0.017 0.046 0.050 0.056 -0.108 0.043 ** -0.039 0.072
Lcont -0.023 0.061 -0.079 0.078 0.342 0.055 *** 0.544 0.087 ***
Lcontb 0.024 0.153 -0.129 0.182 0.358 0.127 ** 0.546 0.212 **
Smind -0.041 0.108 -0.054 0.125 0.061 0.091 0.498 0.145 ***
Mresp 0.050 0.069 0.057 0.086 -0.073 0.062 0.269 0.105 *
Persona 0.064 0.065 0.123 0.077 0.116 0.050 * -0.004 0.094
Worry -0.002 0.092 0.111 0.094 0.351 0.080 *** 0.475 0.107 ***
Domain-Specific IV's
Jsec 0.212 0.091 * 0.298 0.097 ** Perhlth 0.225 0.074 ** 0.086 0.116
Jemo 0.500 0.101 *** 0.651 0.132 *** Mhlth 0.397 0.099 *** 0.682 0.181 ***
Hwdist 0.380 0.125 ** 0.167 0.154 Numchild -0.023 0.094 0.317 0.159 *
Hwconf 0.134 0.099 0.282 0.122 *
Jcont 0.060 0.100 0.259 0.121 *
Jdec 0.324 0.129 * 0.088 0.138
R
2
0.784 0.864 0.881 0.936
χ2 (df )
P-Value
RMSEA
CFI
TLI
Job Satisfaction Life Satisfaction
Time 1 Time 2 Time 1 Time 2
*p < .05; **p <. 01; *** p< .001 
2999.670 (2706)
0.0001
0.013
0.803
0.789
4
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Table 6:  Full Model with both Reciprocal (Non-Recursive) and Cross-Lagged Models Simultaneously Estimated for Females 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Latent Variables
JS1 0.827 0.110 *** 0.161 0.025 *** -0.152 0.078
JS2 0.145 0.043 ***
LS1 0.161 0.025 *** -0.152 0.078 0.772 0.089 ***
LS2 0.145 0.043 ***
Common Independent Variables (IV)
Mar-Chg -0.155 0.263 0.516 0.390 -0.474 0.239 * 0.448 0.315
Educ-SC 0.187 0.354 -0.296 0.513 0.495 0.293 -0.851 0.438
Educ-BA -0.243 0.493 -0.022 0.724 0.820 0.424 -0.718 0.570
Educ-Adv -0.119 0.536 -0.231 0.740 1.287 0.462 ** -0.571 0.581
Finsit 0.010 0.063 -0.005 0.075 0.186 0.054 *** 0.232 0.063 ***
Lcont -0.032 0.066 0.099 0.097 0.181 0.063 ** 0.324 0.087 ***
Lcontb 0.087 0.165 0.322 0.255 0.834 0.163 *** 0.112 0.234
Mresp 0.093 0.084 0.068 0.107 0.097 0.085 0.084 0.103
Persona 0.173 0.072 * -0.071 0.126 -0.010 0.075 0.207 0.114
Worry 0.050 0.096 0.072 0.119 0.377 0.106 *** 0.635 0.110 ***
Domain-Specific IV's
Jsec 0.213 0.093 * 0.329 0.129 Perhlth 0.115 0.076 0.377 0.103 ***
Hwconf 0.283 0.112 * 0.003 0.177 Mhlth 0.408 0.119 *** 0.407 0.170 *
Hwrelax -0.290 0.121 * 0.202 0.197 Whint 0.014 0.115 -0.267 0.133 *
Relgrp -0.255 0.112 ** 0.077 0.157
Emosp -0.010 0.005 0.020 0.007 **
Socsp 0.014 0.006 * -0.014 0.007 *
R
2
0.597 0.857 0.777 0.901
χ2 (df )
P-Value
RMSEA
CFI
TLI
Job Satisfaction Life Satisfaction
Time 1 Time 2 Time 1 Time 2
*p < .05; **p <. 01; *** p< .001 
0.0036
2908.137 (2706)
0.012
0.824
0.812
4
6
 
 47 
 
REFERENCES 
 
Andrews, Frank M.,&Withey, Steven B.  (1976). Social Indicators of Well-being in America: 
The Development and Measurement of Perceptual Indicators. New York: Plenum. 
Barger, Steven D, Carrie J. Donoho, and Heidi A. Wayment (2009).“The Relative contributions 
of Race/Ethnicity, Socioeconomic Status, Health, and Social Relationships to Life 
Satisfaction in the United States”.Quality of Life Research (18):  179-189. 
Bergan, Anne &Jasmin T. McConatha.  (2000).  “Religosity and Life Satisfaction”.  Activities, 
Adaptation & Aging (24):  3. 
Barrett, Anne.  (1999).  “Social Support and Life Satisfaction Among the Never Married:  
Examining the Effects of Age”.  Research on Aging (21): 46. 
Becker, Howard S. and James Carper.  (1956).  “The Elements of Identification with an 
Occupation”.  American Sociological Review (21):  3:  341-348. 
Blauner, Robert.  (1964). Alienation and freedom: The factory worker and his industry. 
Chicago: Universityof Chicago Press. 
Bottomore, T.B.  (1963).  Karl Marx:  Early Writings.  Translated and edited by T.B. 
Bottomore.  London:  C.A. Watts. 
Bowling, Nathan A., Kevin J. Eschleman, Qiang Wang.  (2010).  “A Meta-analytic Examination 
of the Relationship between Job Satisfaction and Subjective Well-Being”.  Journal of 
Occupational and Organizational Psychology (83)4:  915-934. 
Buchanan, Tom.  (2005).  “The Paradox of the Contented Female Worker In a Traditionally 
Female Industry”.  Sociological Spectrum (25):  677-713. 
Calasanti, Toni M., and Kathleen F. Slevin (2001).Gender, Social Inequalities, and Aging.  
Walnut Creek, CA:  AltaMira Press. 
Campbell, Angus, Converse, Philip E., & Rodgers, Willard. (1976). The Quality of American 
life: Perceptions, Evaluations and Satisfactions. New York: Russell Sage Foundation. 
Chacko, Thomas I. (1983).  “Job and life satisfactions: A causal analysis of their 
relationships”.Academy of Management Journal(26):  163-169. 
Chou, Rita J.A. and Stephanie A. Robert.(2008). “Workplace Support, Role Overload, and Job 
Satisfaction of Direct Care Workers in Assisted Living”.Journal of Health and Social 
Behavior (49):  208-222. 
Clay-Warner, Jody, Jeremy Reynolds, and Paul Roman.  (2005).  “Organizational Justice and 
Job Satisfaction:  A Test of Three Competing Models”.  Social Justice Research (18): 4. 
 48 
 
Diener, Ed. (1984). “Subjective Well-being”.Psvchological Bulletin(95):  542-575. 
Diener, Ed and Carol Diener.  (1996).  “Most People are Happy”.  Psychological Science (7):  3. 
Dubin, Robert. (1956).  “Industrial Workers' Worlds: A Study of the “Central Life Interests” of 
Industrial Workers”. Social Problems (3):  131–142. 
Elder, G.H. (1975)."Age Differentiation and the Life Course". Annual Review of Sociology 1: 
165-190.    
Elder, Jr., Glen H. (1992).“Models of the Life Course”.Contemporary Sociology: A Journal of 
Reviews, 21 (5), 632-635.   
Faragher, E. B., M. Cass, and C. L. Cooper. (2005). “The Relationship between Job Satisfaction 
and Health: A Meta-Analysis”. Occupational and Environmental Medicine (62): 105-
112.  
Firebaugh, Glenn and Brian Harley (1995).“Trends in Job Satisfaction in the United States by 
Race, Gender, and Type of Occupation”.Research in the Sociology of Work (5):  87-104. 
Fraser, James, and Michael Hodge.  (2000).  “Job Satisfaction in Higher Education: Examining 
Gender in Professional Work Settings.” Sociological Inquiry (70): 2: 172-187. 
Gauthier, Kristopher J., Andrew N. Christopher, Mark I. Walter, RonneyMourad, and Pam 
Marek.  (2006).  “Religioisity, Religious Doubt, and the Need for Cognition:  Their 
Interactive Relationship with Life Satisfaction”.  Journal of Happiness Studies (7)2:  
139-154. 
George, L. K. (1993). “Sociological Perspectives on Life Transitions”.Annual Review of 
Sociology(19):   353-373.   
Hagan, John and Fiona Kay.  (2007).  “Even Lawyers Get the Blues:  Gender, Depression, and 
Job Satisfaction in Legal Practice”.  Law & Society (41):1. 
Hart, Peter M. (1999). “Predicting Employee Life Satisfaction: A Coherent Model of 
Personality, Work, and Nonwork Experiences, and Domain Satisfactions”.Journal of 
Applied Psychology (84):  564–584. 
Heaney, Catherine A., Barbara A. Israel, & James S. House.  (1994).  “Chronic Job Insecurity 
among Automobile Workers:  Effects on Job Satisfaction and Health”.  Social Science 
Medicine (38):10:  1431-1437. 
Heller, Daniel, Timothy A. Judge, & David Watson.  (2002).  “The Confounding Role of 
Personality and Trait Affectivity in the Relationship between Job and Life Satisfaction”  
Journal of Organizational Behavior (23)7:  815-835. 
 49 
 
Heller, Daniel, Remus Ilies, and David Watson (2004).  “The Role of Person Versus Situation in 
Life Satisfaction:  A Critical Examination”.  Psychological Bulleting (130):  4:  574-600. 
Hodson, Randy.  (2004).  “A Meta-Analysis of Workplace Ethnographies:  Race, Gender, and 
Employee Attitudes and Behaviors”.  Journal of Contemporary Ethnography (33):  4. 
 Johnson, Wendy and Robert F. Krueger.  (2006).  “How Money Buys Happiness:  Genetic and 
Environmental Processes Linking Finances and Life Satisfaction”.  Journal of 
Personality and Social Psychology (90):4:  680-691. 
Judge, Timothy A. and Shinichiro Watanabe.(1993). “Another Look at the Job Satisfaction-Life 
Satisfaction Relationship”.Journal of Applied Psychology (78):6:  939-948.  
Judge, Timothy A. and Shinichiro Watanabe. (1994). “Individual Differences in the Nature of 
the Relationship Between Job and Life Satisfaction”. Journal of Occupational and 
Organizational Psychology (67): 101-107.  
Judge, Timothy A., Edwin A. Locke, CathyC. Durham.  (1997).  “The Dispositional Causes of 
Job Satisfaction:  A Core Evaluations Approach”.  Research in Organizational Behavior 
(19):  151-188. 
Judge, Timothy A., Edwin A. Locke, Cathy C. Durham, and Avraham N. Kluger”.  (1998).  
“Dispositional Effects on Job and Life Satisfaction:  The Role of Core Evaluations” 
Journal of Applied Psychology (83) 1:  17-34. 
Judge, Timothy A., Bono, Joyce E., & Locke, Edwin A. (2000). “Personality and 
JobSatisfaction: The Mediating Role of Job Characteristics”.  Journal of Applied 
Psychology(85):  237–249. 
Judge, Timothy A.  & Randy J. Larsen (2001).  “Dispositional Affect and Job Satisfaction:  A 
Review and Theoretical Extension”.  Organizational Behavior and Human Decision 
Processes.  (86):  1:  67-98. 
Judge, Timothy A., Daniel Heller, and Michael K. Mount (2002).  “Five-Factor Model of 
Personality and Job Satisfaction:  A Meta-Analysis”.  Journal of Applied Psychology 
(87):  3:  530-541. 
Kalleberg, A. (2007).  “The Mismatched Worker”.  New York : W. W. Norton & Co 
Katzell, Raymond. A., &Yankelovich, Daniel. (1975).  Work, Productivity, and Job 
Satisfaction. New York:Psychological Corp.,  
Kohli, M. (1986). “The World We Forgot: Historical Views of the Life Course. Pp. 271-303 in 
V.W. Marshall (Ed.), Later Life: The Social Psychology of Aging. Beverly Hills, CA: 
Sage. 
 50 
 
Kohn, M. L. & C. Schooler.  (1973).  “Occupation Experience and Psychological Functioning:  
An Assessment of Reciprocal Effects”.  American Sociological Review (38):  97-118. 
Kreiner, Glen E.  (2006).  “Consequences of Work-Home Segmentation or Integration:  A 
Person-Environment Fit Perspective”.  Journal of Organizational Behaviour (27):  485-
507. 
Lambert, S. J.  (1991).  “The Combined Effects of Job and Family Characteristics on the Job 
Satisfaction, Job Involvement, and Intrinsic Motivation of Men and Women Workers”.  
Journal of Organizational Behavior (12):  4. 
Lang, F. R. and Heckhausen, J.  (2001).  “Perceived Control Over Subjective Well-Being:  
Differential Benefits Across Adulthood”.  Journal of Personality and Social Psychology 
(81):  3:  509-523. 
Lepine, J.A., A. Erez, and D.E. Johnson.  (2002).  “The Nature and Dimensionality of 
Organizational Citizenship Behavior:  A Critical Review and Meta-Analysis”.  Journal 
of Applied Psychology (87): 1:  52-65. 
Marshall, V.W. & Mueller, M.  (2003).  “Theoretical Roots of the Life Course”.  Heinz, W. R., 
and V.W. Marshall (Eds) Social Dynamics of the Life Course: Transitions, Institutions, 
and Interrelations. New York: Aldine de Gruyter.    
Michalos, Alex C. and Bruno D. Zumbo.  (2002).  “Health Days, Health Satisfaction, and 
Satisfaction with the Overall Quality of Life”.  Social Indicators Research (59):  321-
338. 
Mueller, Charles W. and Jean E. Wallace.  (1996).  “Justice and the Paradox of the Contented 
Female Worker”.  Social Psychology Quarterly (59):  4. 
Nakao, Keiko and Judith Treas.  (1994).  “Updating Occupational Prestige and Socioeconomic 
Scores:  How the New Measures Measure Up”.  Sociological Methodology (24):  1-72. 
Neff, Walter S. (1968).  Work and human behavior.New York: Atherton. 
Phelan, Jo.  (1994).  “The Paradox of the Contented Female Worker:  An Assessment of 
Alternative Explanations”.  Social Psychology Quarterly (57):  95-107. 
Pleck, J. (1977).  “The Work-Family Role System”.Social Problems (24): 4. 
Rain, Jeffrey S., Irving  M. Lane and Dirk D. Steiner.  (1991).  “A Current Look at the Job 
Satisfaction/Life Satisfaction Relationship: Review and Future Considerations”.  
HumanRelations (44):   287-307. 
 51 
 
Rice, Robert W., Janet P. Near, and Raymond G. Hunt.  (1979).   “Unique variance in Job and 
Life Satisfaction Associated with Work-related and extra-workplace Variables”.Human 
Relations(32):  605-623. 
Rice, Robert W., Janet P. Near, and Raymond G. Hunt. (1980). “The Job-Satisfaction/Life-
Satisfaction Relationship: A Review of Empirical Research”. (1): 37-64. 
Rice, Robert W., Dean B. McFarlin, Raymond G. Hunt, and Janet P. Near.  (1985).  “Job 
Importance As a Moderator of the Relationship Between Job Satisfaction and Life 
Satisfaction”.  Basic and Applied Social Psychology 6(4):  297-316. 
Rode, Joseph C. (2004).  “Job Satisfaction and Life Satisfaction Revisited:  A Longitudinal Test 
of an Integrated Model”.  Human Relations (57)9:  1205-1230. 
Rode, Joseph C. and Janet P. Near (2005).  “Spillover between Work Attitudes and Overall Life 
Attitudes:  Myth or Reality?”  Social Indicators Research (70)1:  79-109. 
Rogers, Stacy J. and Dee C. May.  (2003).  “Spillover between Marital Quality and Job 
Satisfaction:  Long-Term Patterns and Gender Differences”.  Journal of Marriage and 
Family (65):  2:  482-495. 
Schieman, Scott, Melissa A. Milkie, and Paul Glavin.  (2009).  “When Work Interferes with 
Life:  work-Nonwork Interference and the Influence of Work-related Demands and 
Resources”.  American Sociological Review(74):  966-988. 
Sheldon, Kennon M. and Tan H. Hoon.  (2007).  “The Multiple Determination of Well-Being:  
Independent Effects of Positive Traits, Needs, Goals, Selves, Social Supports, and 
Cultural Contexts”.  Journal of Happiness Studies (8):  565-592. 
Staw, Barry M., & Ross, Jerry. (1985).  “Stability in the Midst of Change: ADispositional 
Approach to Job Attitudes”.  Journal of Applied Psychology (70):  469–480. 
Staw, Barry. M., Bell, Nancy E., & Clausen, John A. (1986). The Dispositional Approach to Job 
Attitudes: A Lifetime Longitudinal Test”.Administrative Science Quarterly(31):  56–77. 
Steiner, Dirk D. & Donald M. Truxillo.  (1989).  “An Improved Test of the Disaggregation 
Hypothesis of Job and Life Satisfaction”.  Journal of Occupational Psychology (62):  33-
39. 
Sumer, H. Canana& Patrick A. Knight. (2001).  “How Do People With Different Attachment 
Styles Balance Work and Family?  A Personality Perspective on Work-Family 
Linkage”.Journal of Applied Psychology 86(4):  653-663. 
Tait, Marianne, Margaret Youtz Padgett, Timothy T. Baldwin (1989).  “Job and Life 
Satisfaction:  A Reevaluation of the Strength of the Relationship and Gender Effects as a 
Function of the Date of the Study”.  Journal of Applied Psychology (74)3:  502-507. 
 52 
 
Terkel, Studs.  (1974).  Working: People Talk About what they o all Day and how they Feel 
about what they Do. New York: Pantheon. 
Thomas, Melvin E. and Bernadette J. Holmes (1992).“Determinants of Satisfaction for Blacks 
and Whites”.The Sociological Quarterly (33):  3:  459-472. 
Thomas, Veronica G.  (1990).  “Determinants of Global Life Happiness and Marital Happiness 
in Dual-Career Black Couples”.  Family Relations (39): 2:  174-178. 
Thoresen, C.J., S.A. Kaplan, A.P. Barsky, C.R. Warren, and K. de Chermont.  (2003).  “The 
Affective Underpinnings of Job Perceptions and Attitudes:  A Meta-Analytic Review 
and Integration”.  Psychological Bulletin (129):  914-945. 
Walker, Alexis J. (1992).  “Conceptual Perspectives in Gender and Family Caregiving”.Pp. 34-
46 in Jeffrey W. Dwyer and Raymond T. Coward (Eds.).Gender, Families, and Elder 
Care.  Newbury Park, CA:  Sage.   
Weber, Max (2002) [1930].  “The Protestant Ethic and the Spirit of Capitalism”.  New York, 
NY:  Penguin Group (USA), Inc. 
Wharton, Amy S., Thomas Rotolo, and Sharon R. Bird (2000).  “Social Context at Work:  A 
Multilevel Analysis of Job Satisfaction”.  Sociological Forum (15):  1. 
Wilensky, Harold L.  (1960).  “Work, Careers, and Social Integration”.  International Social 
Science Journal (12):  543-560.  
Winship, Christopher and L. Radbill. 1994. "Sampling weights and regression analysis". 
Sociological Methods & Research 23: 230-257. 
Yankelovich, Daniel.  (1974).  “The Meaning of Work”.  Rosow, J.  (Ed).  The Worker and the 
Job:  Coping with Change.  Englewood Cliffs, N.J. 
  
 53 
 
APPENDIX A:  VARIABLES USED IN THE ANALYSES 
Abbreviations used for the variables correspond to those in tables and figures. 
Demographic Variables 
Age Age of respondent at time 1. Continuous. 
Educ HS=High School, SC=Some College, AS=Associate’s, BA=Bachelor’s, 
ADV=Beyond.  Dummy variables:  0=no, 1=yes. 
Mar M=Married, NM=Never married, separated, or Divorced.  0=no, 1=yes. 
Mchg Constructed variable:  Was there a change in marital status?  0=no, 1=yes. 
Occp Occupational Prestige:  (calculated using methods outlined by Nakao&Treas 
(1994) 
Phlth In general, would you say that your physical health is…1=Poor, 2=Fair, 
3=Good, 4=Very good, 5=Excellent. 
Mhlth In general, would you say that your mental or emotional health is…1=Poor, 
2=Fair, 3=Good, 4=Very good, 5=Excellent. 
Perhlth Using a scale from 0 to 10 where 0 means "the worst possible health" and 10 
means "the best possible health," how would you rate your health these days? 
Chrn Sum of chronic conditions in the past 12. 
Hins Are you currently covered by any of the following health insurance plans? Do 
not include those that pay only for accidents (such as through your car 
insurance) or disability (such as disability insurance). (If you have no spouse 
or partner, or no union, circle "5" for those questions.)  1=yes 2=no 
Finsit Using a scale from 0 to 10 where 0 means “the worst possible financial 
situation” and 10 means “the best possible financial situation,” how would 
you rate your financial situation these days? 
Inc Please fill in the letter representing the amount of pre-tax income you earned 
in the last calendar year for each item listed below.  
 
Job Characteristics 
Jprob In the past 12 months, did you have any serious ongoing problems getting 
along with someone at work? 1=Yes, 2=No. 
Jstress Have you had any other serious ongoing stress at work  things like 
consistently extreme work demands, major changes, or uncertainties that 
most people would consider highly stressful? 1=Yes, 2=No. 
Jsec If you wanted to stay in your present job, what are the chances that you 
could keep it for the next two years?  1=Poor, 2=Fair, 3=Good, 4=Very 
Good, 5=Excellent. 
Jphy Overall, what kind of effect does your job have on your physical health?  If 
you have more than one job, please give your best judgment of the 
combined effect of your jobs.  1=Very Negative, 2=Somewhat Negative, 
3=Neither, 4=Somewhat Positive, 5=Very Positive. 
Jemo Overall, what kind of effect does your job have on your emotional or 
mental health?  Again, if you have more than one job, please give your best 
judgment of the combined effect of your jobs?  1=Very Negative, 
2=Somewhat Negative, 3=Neither, 4=Somewhat Positive, 5=Very Positive. 
 Please indicate how often each of the following is true of your job.  (If you 
do not have a supervisor, or do not have any coworkers or colleagues, 
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circle “8” for those questions.)  1=All of the time, 2=Most of the time, 
3=Sometimes, 4=Rarely, 5=Never. 
 In the past year, how often has each of the following occurred at your job? 
1=All the time, 2=Most of the time, 3=Sometimes, 4=Rarely, 5=Never. 
Jdem You have too many demands made on you. 
Jcont You control the amount of time you spend on tasks. 
Jtime You have enough time to get everything done. 
Jinter You have a lot of interruptions. 
 Please indicate how often each of the following is true of your job.  (If you 
do not have a supervisor, or do not have any coworkers or colleagues, 
circle “8” for those questions.)  1=All of the time, 2=Most of the time, 
3=Sometimes, 4=Rarely, 5=Never. 
Ftime Calculated from a variable that indicates the number of hours worked.  
1=35 or more hours.  0=Fewer than 35 hours. 
Jinit Please indicate how often each of the following is true of your job On your 
job, how often do you have to initiate things, such as coming up with your 
own ideas, or figuring out on your own what needs to be done?-  1=Never, 
2=Rarely, 3=Some time, 4=Most of the time, 5=All the time. 
Jtask Please indicate how often each of the following is true of your job – How 
often do you have a choice in deciding how you do your tasks at work?  
1=Never, 2=Rarely, 3=Some time, 4=Most of the time, 5=All the time. 
Jdec Please indicate how often each of the following is true of your job – How 
often do you have a say in decisions about your work?  1=Never, 
2=Rarely, 3=Some time, 4=Most of the time, 5=All the time. 
Jplan Please indicate how often each of the following is true of your job – How 
often do you have a say in planning your work environment, that is, how 
your workplace is arranged or how things are organized? 1=Never, 
2=Rarely, 3=Some time, 4=Most of the time, 5=All the time. 
Semp We are interested in the different kinds of work situations you were in ten 
years ago, those you are in now, and those you think you will be in ten 
years from now. For each time frame, indicate whether or not each 
situation was, is, or will probably be true for you.  Self employed:   1=yes, 
0=no 
Hwork Please indicate how often each of the following is true of your job – How 
often do you have a choice in deciding how you do your tasks at work?  
1=Never, 2=Rarely, 3=Some time, 4=Most of the time, 5=All the time. 
 
Work-Family Conflict & Spillover 
 (Work-Family Conflict)The next questions are about how your job may 
affect your family and personal life, and how your family and personal 
life may affect your job.  How often have you experienced each of the 
following in the past year?  1=All the time, 2=Most of the time, 
3=Sometimes, 4=Rarely, 5=Never. 
WHstr Stress at work makes you irritable at home. 
WHtir Your job makes you feel too tired to do the things that need attention at 
home. 
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WHwor Job worries or problems distract you when you are at home. 
HWdist Personal or family worries and problems distract you when you are at 
work. 
HWslp Activities and chores at home prevent you from getting the amount of 
sleep you need to do your job well. 
 (Work-Family Positive Spillover) The next questions are about how 
your job may affect your family and personal life, and how your family 
and personal life may affect your job.  How often have you experienced 
each of the following in the past year?  1=Never, 2=Rarely, 
3=Sometimes, 4=Most of the time, 5=All the time. 
WHint The things you do at work make you a more interesting person at home. 
WHskill The skills you use on your job are useful for things you have to do at 
home. 
WHcomp Having a good day on your job makes you a better companion when  
you get home. 
HWconf The love and respect you get at home makes you feel confident about 
yourself at work. 
HWrelax Your home life helps you relax and feel ready for the next day‟s work. 
 
Job Satisfaction 
My name Question Phrase 
Jsat Please think of the work situation you are in now, whether part-time or full-
time, paid or unpaid, at home or at a job.  Using a scale from 1 to 10 where 0 
means “the worst possible work situation” and 10 means “the best possible 
work situation,” how would you rate your work situation these days? 
 To what extent do the following statements describe the way you feel about 
your current job?  1=A lot, 2=Some, 3=A little, 4=Not at all. 
Pride When I think about the work I do on my job, I feel a good deal of pride. 
Respect I feel that others respect the work I do on my job. 
Reward Most people have more rewarding jobs than I do. 
Oppt When it comes to my work life, I‟ve had opportunities that are as good as 
most people‟s. 
Betjob It makes me discouraged that other people have much better jobs than I do. 
 
 
Life Satisfaction 
Lsat At present, how satisfied are you with your life?  1=Not at all, 2=A little, 
3=Somewhat, 4= A lot. 
Lsatb Using a scale from 0 to 10 where 0 means “the worst possible life overall” 
and 10 means “the best possible life overall,” how would you rate your 
life overall these days?   
Selfsat Overall, how satisfied with yourself?  1=Not at all, 2=A little, 
3=Somewhat, 4= A lot. 
Pleased When I look at the story of my life, I am pleased with how things have 
turned out.   1=Disagree Strongly 2=Somewhat Disagree 3=Disagree a 
little 4=Don't Know 5=Agree a Little 6=Agree Somewhat 7=Agree 
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Strongly 
Satfrq During the past 30 days, how much of the time did you feel...Satisfied.1= 
None of the time, 2=A little of the time, 3=Some of the time, 4=Most of 
the time, 5=All of the time. 
 
 
Core Self-Evaluations 
Lcont Using a 0 to 10 scale where 0 means “no control at all” and 10 means 
“very much control,” how would you rate the amount of control you have 
over your life overall these days? 
Lcontb At present, how much control do you have over your life in general? A 
lot, some, a little, or none at all? 1= None at All, 2=A Little, 3=Some, 
4=A lot,  
 Please indicate how strongly you agree or disagree with the following 
statements.  1=Disagree Strongly 2=Somewhat Disagree 3=Disagree a 
little 4=Don't Know 5=Agree a Little 6=Agree Somewhat 7=Agree 
Strongly 
Smind I can do just about anything I really set my mind to. 
Mresp I am good at managing the responsibilities of daily life. 
Persona I like most parts of my personality.  
Worry Please indicate how well each of the following describes you.  Worrying.  
1=A lot, 2=Somewhat, 3=A little, 4=Not at all. 
 
Life Course Events 
 On average, about how many hours per month do you spend giving 
informal emotional support (such as comforting, listening to problems, or 
giving advice) to each of the following people? 
Empar Parents 
Emsp Spouse 
Anychild Constructed variable measuring if respondent had any children.  0=no, 
1=yes. 
Numchild Constructed variable measuring how many children respondent had.   
 
Religion & Religiosity 
Relimp How important is religion in your life?  1=Very important, 2=Somewhat 
important, 3=Not very important, 4=Not at all. 
Relgroup How closely do you identify with being a member of your religious 
group?.1=Very, 2=Somewhat, 3=Not very, 4=Not at all. 
 
Social Support 
 On average, about how many hours per month do you receive informal 
emotional support (such as getting comfort, having someone listen to you, 
or getting advice) from each of the following people? 
Socsp From your spouse or partner? 
Socpar From your parents or the people who raised you 
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Socof Any other family members or close friends? 
Soco From anyone else (such as neighbors or people at church)? 
 
APPENDIX B:  VARIABLES DROPPED FROM THE ANALYSES 
 
Demographic Variables 
Race 1=White, 2=Black, 3=Other. 
Industry Respondent Industry (North American Industry Classification System 
(NAICS)) 
Occupation Respondent Occupation (1980 U.S. Census codes) 
 
Job Characteristics 
 How often do you get help and support from your immediate supervisor? 
 How often is your immediate supervisor willing to listen to your work-
related problems? 
 How often do you get help and support from your coworkers? 
 How often are your coworkers willing to listen to your work-related 
problems? 
 How often do you get the information you need from your supervisor or 
superiors? 
 
Life Course Events 
 On average, about how many hours per month do you spend giving 
informal emotional support (such as comforting, listening to problems, or 
giving advice) to each of the following people? 
 Children 
 In-Laws 
 Other Family Members 
 On average, about how many hours per month do you spend providing 
unpaid assistance (such as help around the house, transportation, or 
childcare) to each of the following people? 
 In-Laws 
 Children 
 Other Family Members 
 On average, about how many dollars per month do you or your family 
living with you contribute to each of the following people or organizations? 
If you contribute food, clothing, or other goods, include their dollar value. 
 Parents or People Who Raised You 
 In-Laws 
 Children 
 During the past 12 months, have you had any of the following people live 
with you? By "live with you" we mean living in your home as their place of 
residence. Visiting overnight does not count as living with you. 1=Yes, 
2=No. 
 One or more of your aging parents 
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 Other friends/family 
 
Religion & Religiosity 
 In a typical month, about how many times do you attend the following?  
Religious services?.1=More than once a week, 2=About once a week, 
3=One to three times a month, 4=Less than once a month, 5=Never. 
 How religious are you? 1=Very important, 2=Somewhat important, 3=Not 
very important, 4=Not at all. 
 
Social Support 
 On average, about how many hours per month do you receive informal 
emotional support (such as getting comfort, having someone listen to you, 
or getting advice) from each of the following people? 
 In-laws 
 Children or grandchildren 
 
